It is the policy of the Port of Portland to pro vide equal employment opportunity to all employ ees and applicants for employment and to assure that there be no discrimination against any persons on grounds of race, color, religion, national origin, age or sex, except where age or sex is a bona fide occupational qualification. This policy extends to all areas of employment , and to all relations with employees and appli cants including recruitment. selection and placement, compensation. promotion and transfer, disciplinary measures, demotions, layoffs and terminations, testing and training, daily work ing conditions, awards and benefits, mld all other terms and conditions of employment.
It is the policy that the Port shall continue Lv ~ah.e affiruU1. Livt: ac ~luI1 in h.i..cing anti In promoting job opportunities for minority in dividuals •. Minority individuals currently employed shall be given opportunities to train for and assume professional and managerial positions. When currently employed indivi duals are not available for promotion to job vacancies the Fort shall actively seek min ority a pP licants.and hire a singificant number 1 of these applicants.
The Port contracted with the Western Interstate Com mission on Higher Education (WICHE) to employ an intern whose job would be to evaluate and make recommendations which would help them more effectively channel their efforts toward equal opportunity employment. The hypothesis for studying the hiring practices at the Port was simply that hiring practices have historically discriminated against non-whites through negative racial attitudes that are des 2 tructive and inappropriate if equal employment is to be practiced. 'The objective of this study was to provide the Port with information which could lead to the adjustment of hiring procedures which would be geared toward effective recruitment and hiring of minority individuals.
, .
II. BACKG~OUND'-THE PORT OF PORTLAND
The p'ort of Portland was founded in 1891 as a corpora tion tQ promote th~ maritime. shipping, aviation. commercial 
III. DEFINITIONS OF TERMS USED
In order to understand equal employment· and what this concept means, it is necessary to use certain terms, which will help develop a clearer understanding of equal employ mente Minority contemporary sociologists generally define a minority as a group of people -differentiated from others in the same society by race, nation ality, religion, or language -who both think of themselves as a differentiated group and are thought of by others as a differentiated group with negative connotations. Further. they are relatively lacking in power and hence are sub jected to certain exclusions, discriminations, and other differential treatment. The import ant elements in this definition are a set of attitudes -those of group identification from within the group and those of prejudice from, \Ai 1 'U'-~(:"_~~ -~..!'!1 ;:!. =e-t of beh!:!.....ior~ -t!1oc: :f self-segregation from within the group and those ofJdiscrimination and exclusions from without.
Federal EEO-l Information Reports state that minority group identification should be acquired by vlsual surveys of the work force or from past employment records as to the identity of employees. Due to the fact that the following groups of people. The term non-white will be used here synonymously with the word "minority".
Racism
By "racism" we mean the predication' of decisions and policies on considerations of race for the purpose of subordinating a racial group and maintaining control over that group.
Racism is both overt fuid convert. It takes two closely related forms; individual whites acting against individual blacks,and acts by the total white community again~t the black community. We call thesecindividual racism and institutional racism. J . Carmichael and Hamilton 6 go on to say that instituti on racism is less overt, far more subtle and less identi fiable. in' terms of specific individuals c.ommitting the acts.
For .an operational definition of the term racism in this , study, institutional racism will be defined as non-white attitudes and practices that permeate the institutions of our society.
Equal Opportunity
The words "Equal Opportunity -Affirmative Action" has generated a great deal of confu sion e."d miSW1derstanding with respect to the obligation of government contractors under the Executive Orders.
Those four words "Equal Opportunity -Affirm ative Action" seem redundant and repetitious t.o some peop~e. tlDoesn' t equal opportunity mean affirmative action?" To others, they may seem in conflict. "How can you have both? How can you have equality of opportunity and yet take affirmative action· on behalf of -a certain element of society?" Nevertheless; those words are not redundant and they are not in conflict. Equal opportunity is a con dition, and affirmative action is the means by which the condition is achieved. In stating this we recognize. of course, that if equality of opportunity· does exist, it is not necessary to take affirmative action. If equality of opportunity exists in this country. exists at your plant, at your facility, then there is no need to pursue a further means to achieve it. But if it does not exist, those methods sometimes d 7 scribed as affirmative action must be pursued.
For study purposes equal opportuni.ty employment in this study will simply mean, as stated by Powers 8 , not only opening the door but also extending a helping hand toward equal opportunity for minority groups. piscrimination Discrimination in its most contemporary sense, in both ordinary discourse and the 'social sciences, denotes the unfavorable treatment· of categories of persons an arbitrary grounds. In this usage it refers to a process or form of social control (q.v.) which serves to maintain social distance between two or more categories or groups -by means of a set of practices more Gould goes on to say that discriminatory policies make it difficult for the oppressed group to acquire the know ledge, skills and tools with which to improve their status.
Effective
According to Webster "effective" is producing a " definite or desired result. 11 An operating definition of· the term "effective" for purposes in this study will bel the capability to hire minority individuals which result in equal opportunity employment.
Under-Utilization
Under-utilization is the non-use of an employee to his or her fullest capability. Underfilling is hiring indivi duals who do not meet All bona fide occupational qualifica tions for the job, but who have the potential to fulfill job requirements. The goals of the committee are as follows.
1. To encourage all departments to provide job oppor tunities for minorities and. women. Department. and attempts to recruit from in-house personnel.
All in-house employees are ,notified of job openings through the Port newspaper before job openings are publicized out side the agency.
Importance of Recruiting Agencies
In 1972, a total of sixty-five people were hired by the Port. Out of these sixty-five individuals, eight were non-white. In 1973. as of July JO, a total of 118 employees were hired, five of which were non-white. Port. This leads to the conclusion that the application pro cedure is not effective in hiring minorities. C. There is no set opening and closing date for job open~ngs, and this also eliminates minorities because by the time an agency refers a minority applicant, the job for which the person is applying may be closed.
Changes in the application procedure that would in clude opening and closing dates 'for all positiona will be useful in' effective hiring of minorities.
Probably the most significant improvement to increase the effectiveness of the Personnel Department's application procedure with regard to hiring minorities would be a re organization of the Personnel Department. As noted in the Appendix, the Pers'onnel Department has no manager.
Since personnel is considered a non-money-making service department, it has not status within the organization. 
